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RETIRED MILITARY APPOINTMENT TRENDS IN ARMY'S SENIOR CIVILIAN WORKFORCE
Since Fiscal Year (FY) 98, the number of retired military entering the ranks of the Department of the Army's (DA) senior civilian positions each FY has almost quintupled. 1 What is causing this trend, and what is its significance to Army? The purpose of this paper is to research and analyze facts and issues in order to propose answers these questions.
I will cover the Civil Service system and the changes to that system which affected the recruitment, selection and appointment of retired military in DA's senior civilian positions.
Following a trend analysis, I'll discuss implications on Army mission and programs, and conclude with recommendations consistent with the findings.
AN OVERVIEW OF THE CIVIL SERVICE
Most Civil Service positions fall under laws codified in Title 5 of the United States Code (USC). 2 Title 5 USC provides the legal basis for personnel administration in the Federal government. However there are exceptions. For example, civilian faculty at the U.S. Army War
College is under Title 10 of the USC, Section 4021. 3 That section contains the barebones of personnel law, and authorizes the Secretary of the Army to develop implementing personnel regulations.
Over the next few years, the Department of Defense (DOD) will change most positions from Title 5 coverage to the new National Security Personnel System (NSPS). 4 Regardless of that change, the basic premise will remain that appointment to the Civil Service is open and based on merit. and allowed appointment to certain lower grade levels with many restrictions such as level of education. Many of these restrictions are gone, and the maximum appointment grade level is now GS-11. VRA appointees are converted to the Competitive Service after two years of successful employment. 
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Selecting officials normally may not pass over a veteran's preference eligible. This means they can't select someone without veteran's preference who has the same or a lesser score.
Military who retire at or above the rank of Major are not eligible for veteran's preference, unless they qualify as a disabled veteran.
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Many examinations score applicants through an assessment of their knowledge, skills and abilities required or desired for the job to be filled. Applicants typically submit a resume outlining their experience and education relative to those requirements. Such exams are the norm for most professional, administrative and technical positions. They are also the norm for many Federal agency merit promotion programs.
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Merit Promotion
Merit promotion is the internal method for advancement following initial appointment to the "In an effort to improve our civilian leader development, we will centrally manage our civilian managers, supervisors and leaders at the GS-12 and above grade levels. The SAW will serve to meet the demands and expectations of the Army's Objective Force. The SAW will be managed similarly to the way the Military Departments and State Department centrally manage their Officer and Foreign Service personnel (i.e., centrally manage assignments, training and development, promotion, etc.). Selection and retention decisions will be based on Army-wide long-term needs. Such a management system would ensure military and civilian leaders equally receive the education and assignments to grow as "An Army of One."
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Appointment restrictions with DOD
DOD falls under a unique law that restricts the appointment of retired military immediately after retirement.
Title 5, USC, Section 3326, restricts the appointment of retired military in the Department of Defense for the first six months following retirement. 24 The initial legislation was in Public
Law 89-554, later codified under Title 5.
Selecting officials can obtain relief from the restriction if one of three conditions is met.
The first condition is approval of a waiver by an appropriate authority. Within Army, there are several approval levels, e.g., the Assistant Secretary of the Army for Manpower and Reserve
Affairs (ASA/M&RA) approves waiver requests for SES appointments. The second condition is if the position is covered by a special salary rate. The third condition requires suspension of the law itself if a national emergency exists.
Concerning the first condition, the law specifically stipulates the following when approving waivers:
"(1) Full consideration, in accordance with placement and promotion procedures of the department concerned, was given to eligible career employees;
(2) When selection is by other than certification from an established civil service register, the vacancy has been publicized to give interested candidates an opportunity to apply; 
CHANGES TO THE CIVIL SERVICE SYSTEM THAT AFFECTED RETIRED MILITARY
The above has provided some basic principles on the external application process for Civil Service, internal competition procedures for advancement, the rating and ranking process, appointment restrictions following military retirement, compensation and the role of Veteran's
Preference. I will now cover the three changes that directly affected retired military applicants.
THE VETERANS' EMPLOYMENT OPPORTUNITIES ACT (VEOA) OF 1998
If a veteran meets eligibility requirements under the VEOA, he or she can apply to internal hires.
There appears to be an inconsistent pattern in the total number of all hires for FYs 99 and 
Areas of Consideration
All Army SES announcements are open to the general public 38 . Thus, the area of consideration isn't a variable factor in those selections.
In the past, most career programs issued referrals from central inventories for GS-14 and GS-15 positions. Referral levels were mandatory per AR 690-950. Inventories were only for Army civilian employees, although employees from other agencies could request inclusion.
Panels assessed all applicants and those with high enough scores in selected KSAs were referred. Selecting officials could supplement career referrals with lists from public announcements. The latter would have been the typical venue for consideration of retired military.
Department of the Army changed career program referral procedures with the advent of RESUMIX, an automated staffing program. 39 All referrals are now through individual announcements, which can include VEOA applicants if the minimum area of consideration is extended beyond DOD employees. The demise of central referrals improved efficiency and opened the field of competition. However, some Functional Chiefs who oversee career programs do limit to area of consideration for GS-15 positions to Army internal employees (i.e., employees already in the Army civilian system).
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The high number of GS-301 positions/selections may also be a factor if they are not in the Career Management system. As such, they would not be under Career Management intake, policies, procedures and FC oversight.
The inference is that expanded areas of consideration for GS-14 and GS-15 positions may be a definitive factor in appointment trends. More in-depth review would indicate if the practice is routine and the reasons for extension, e.g., affirmative outreach to improve representation of women and minorities or the lack of qualified candidates in Army's Career Management system.
As previously stated, the majority of retired military appointments were retired Army officers. According to FY 03 Army Demographics, the Commissioned Officer Corps was 84% male and 76% white 41 . Thus if areas of consideration are extended for diversity reasons, retired
Army ranks would seem an unlikely recruitment source. The high number of GS-301 positions/selections may also be a factor if they are not in the Career Management system. As such, they would not be under Career Management policies, procedures and FC oversight.
Civilian and Retired Military Selection Rates
I can draw no inference from my data on selection rates. Scoring for all applicants is against the same criteria. Once referred as "best qualified", all applicants are equal in status unless there is further assessment, e.g., interview panels. Even a review of applicants' resumes may show differences in the level of expertise or the depth of experience. Professional reputation may also be an intangible factor in selection.
The aforementioned Army Retired Military Accessions study does conclude that veterans, once in the system, receive promotions faster than civilians who enter at the same time and at the same grade. However, this descriptive study did not look at the reasons or the affect on internal employees who are not veterans (retired military).
Army does conduct a biennial civilian attitude survey, which includes civilian employees and supervisors. There was one done in FY 03, but only the results from the FY 01 survey are available currently.
The FY 01 survey assessed the ten most favorable and ten most unfavorable responses by civilian employees. Of the latter, four dealt with filling jobs and promotions. The majority of respondents were not satisfied with the process to fill vacancies. They did not agree that the best qualified were selected for promotions, or that they were treated fairly when it came to placements or promotions. They also did not agree that they had an equal chance for promotion at their installation or activity. 42 Employees may have based their responses on many factors. These could include how long a job was advertised, limited areas of consideration, use of interviews, restrictive KSAs or even non-selection. However, there is no supporting background data to assess the reasons. Army's civilian career management system is on the mark for the recruitment and development of future civilian senior leaders. It will also help to identify policies, programs and practices that require improvement to strengthen the career management system. Finally, this review may assist in the development of new policies and programs, like the SAW, that may enhance Army's reputation as an employer of choice.
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